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Well-Being, outlines research-based suggestions workshop facilitators can use to put this
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Introduction

Social connection is a ubiquitous and important part of the human experience
(Fredrickson, 2013a). Research in positive psychology has established that interactions and
social connections can improve well-being (e.g., Dutton, 2003; Fredrickson, 2013a). We can
harness the power of the boosts in well-being that come from connection. This Capstone
focuses on how to apply well-being research on social connection to workshop settings in
order to promote well-being for participants. Specifically, the goals of this Capstone are to:
(1) consolidate the relevant research on social connection, (2) relate that research to workshops,
and (3) bridge the gap between research and practice by making research-based suggestions for
workshop facilitators.
To accomplish these goals, I first provide background on workshops, including the
existing research about them and my connection to them. Then, I will review the goals of this
work and provide a literature review starting with gaps in research, an overview of positive
psychology more generally, and elaborating on literature related to social connection,
specifically. You will see a definition of overall social connection and some of its elements:
belonging, mattering, and short-term positive connections. Within each of these sections, I
explain the benefits of each type of social connection and how those benefits relate to well-being
in general as well as to the workshop context specifically. The Capstone ends with Appendix A:
Fostering Connection in Workshops to Increase Well-Being. This appendix details practical,
research-based suggestions for workshop facilitators to create connection-rich environments thus
opportunities for participants to flourish. Though these suggestions are catered to the workshop
setting, they can be adapted to other settings or contexts.
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My experiences as an educator, an adult learning facilitator, and a candidate for a
Master’s in Applied Positive Psychology, combined with my passion for connection and
strengths in creativity, synthesis, and application of research make me uniquely qualified to
investigate this area and put forward suggestions to increase connection through workshops.
These suggestions are designed to create conditions that facilitate connection and
increase the well-being of participants. This Capstone shows how workshops, when designed to
intentionally encourage connections, can be used to improve well-being. The suggestions can
also create ripple effects for well-being when facilitators describe how the workshop activities
increase opportunities for connection and how those connections improve well-being.
Participants can use the suggested techniques they experience or the frameworks behind them
moving forward in other circumstances, increasing the likelihood that they will encourage
connections and flourishing in other situations that they facilitate.
Overview of Workshops
Defining Workshops
This research specifically focuses on a type of gathering: a “workshop,” which I define
here, based on my experiences, as a gathering of two or more adults and a facilitator for a
specific purpose. The purpose of a workshop is typically to learn how to apply a new skill,
content, or framework, and these learnings are often related to participants’ professions or an
outside skill. Unlike classes or meetings, they are interactive. Participants do not passively listen
or observe. Workshop participants do not need to have preexisting relationships, nor do they
need to reconvene after the workshop ends. This means that participants could be partners,
teams, or individuals. Workshop lengths range from hours to a few days to a week.
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Examples of Workshops
Workshops are common in the fields of education and medicine. An example of an
educational workshop is teacher professional development in which the end goal is increased
student learning (Guskey, 2002). Teachers attend professional development workshops to
improve their practices or change their attitudes or beliefs (Griffin, 1983). The ultimate goal of
these shifts is for them to translate into improved instructional practice, and therefore student
learning. In the medical field, continuing education workshops seek to improve patient outcomes
through improving the medical professionals’ practice by developing their skills or mindsets
(Forsetlund, et al., 2009).
Workshops are also common in many other fields. In fact, most professions, political
parties, academic fields, and affinity or fan groups have local, regional, national, and
international conferences in which workshop participants build on their existing knowledge and
develop new and relevant skills.
My Connection to Workshops
I have facilitated countless workshops. Developing, differentiating, and executing
learning experiences brings me immense joy. As an elementary school educator, I fell in love
with facilitating learning for others. I facilitated classroom sessions for my students, professional
development workshops for teachers, and values based leadership development workshops for
first-year educators. For the last three years, I have facilitated a professional development
workshop for over 500 participants. This workshop focuses on teaching entrepreneurial mindsets
and skills to educational entrepreneurs. The end goal is to improve participants’ impact on
educational equity in their communities. This workshop is a three-day, in-person session that is
part of a 6-month fellowship. The participants do not know each other before they attend the
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workshop. Because the participants do not live in the same cities, their continued connection is
not guaranteed. Therefore, it is the perfect example of a workshop.
The participants have consistently reported experiencing joy, connection, belonging, and
safety during this workshop experience. This feedback sparked my interest in relating positive
psychology to my work. I wanted to capture, study, and re-create the positive atmosphere of
these events. I wanted to define their impact using research so that I could both explain it and
help other people facilitate similar experiences. The focus of this Capstone, increasing the
likelihood of well-being through connection of participants in workshops, is the first step in my
journey of improving in-person experiences to ensure higher levels of well-being, regardless of
the purpose of the gathering.
A Review of the Literature
Below is an introduction to positive psychology followed by a summary of multiple
elements of social connection that highlights the research on and benefits of each element
discussed. Positive psychology anchors and is interwoven throughout this Capstone, which
focuses on using well-being research, specifically about elements of social connection, to
encourage flourishing at workshops. One of the founders of positive psychology, Christopher
Peterson, summarized the field in the four words, “Other people matter. Period” (Park, Oates, &
Schwarzer, 2013, p. 2). This showcases his strong belief that positive relationships are necessary
foundations for a flourishing life (Park et al., 2013).
Appendix A that follows contains integrated research on each element along with
aligned, practical suggestions for how workshop facilitators can use research to increase the
probability of flourishing among workshop participants. The suggestions focus on techniques for
facilitators to prepare for, structure, and facilitate workshops in order to increase flourishing
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among participants. The suggestions are relatively quick and simple. They are designed to not
detract from the primary goals of the workshops. These suggestions can be added to any
workshop and can supplement any given goal or context because they are both (1) generally
applicable and (2) modifiable based on the needs of the participants and the context of the
workshop. None of the suggestions have been researched themselves in isolation; rather, they are
all suggestions based on findings in one or more study within a different context. Though this
does not fill the gap in research on these types of gatherings, it does begin to bridge the gap
between research and practice.
Gaps in Research
There are already rich resources that describe how to best bring groups of people together
to maximize the meaning of gatherings and what is accomplished within them (e.g. Parker,
2018). There is also ample research on the benefits of social connection. There is a gap between
research on well-being and practice, particularly in the workplace and within adult education
(Merriam & Bierema, 2014; Rousseau, 2007). The existing research focuses on workplaces more
broadly. None of the literature addresses practical ways to promote well-being in a workshop
setting, specifically.
This work builds on the existing research and fills gaps by (1) reviewing the literature on
the definition and benefits of connection in terms of belonging and mattering as well as shortterm positive connections and (2) recommending practical, research-based strategies to promote
connection at workshops. It synthesizes research on positive psychology, adult education, and
organizational psychology. Much of the organizational research discussed here addresses
teamwork in the workplace, so it assumes that subjects frequently interact. Despite this feature,
which is distinct from workshops that are typically shorter than the span of how long people tend
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to work together in a workplace, this Capstone takes the general principles from those studies
and applies them to the workshop context.
Because workshops are common and people can connect with one another in them,
ensuring workshop facilitators can access suggestions about increasing the likelihood of
connection can both supplement the workshop’s primary objective and encourage participants to
implement similar connection strategies outside of the workshop.
A Note about Inclusivity
This work is primarily focused on bridging gaps between psychological research on
connection and workshop facilitation. However, there are many other areas of lived experiences,
research, and theory that could also be considered when facilitators plan workshops. Though this
work touches briefly on social identity theory, the vast array of lived experiences of people with
marginalized identities are not fully represented in the research or in this consolidation. I intend
to enrich future versions of this work with other ideologies outside of the white dominant culture
structure.
One concrete example of this is expanding the suggestions for connection from just
connection to other people in the space to connection to ancestors, culture, or physical space.
This could include land acknowledgements by facilitators, a strategy that acknowledges the
indigenous people who lived on the land in which a workshop happens by calling their memory
into the space (Shahzad, 2017).
I am in the beginning of my journey of expanding my familiarity with theories that have
their basis in indigenous and other marginalized cultures that are not as present in academic
research, so I will seek advice from facilitators with areas of expertise outside of my own and
outside of psychology. I hope that people with a wide variety of lived experience and familiarity
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with other theories will endow this work with culturally relevant contexts and suggestions so that
we can work together create a more holistic collection of suggestions that recognizes a more
broad range of experiences.
Positive Psychology
The concepts addressed below: social connection, belonging, mattering, high quality
connections, and positivity resonance, come from the field of positive psychology. Positive
psychology is the study of what makes humans function optimally at the individual, group, and
institutional levels (Gable & Haidt, 2005). The founder of positive psychology, Martin Seligman
(2011), calls this optimum functioning flourishing. The field was built on the underlying
assumption that people want to live meaningful lives and enhance their everyday experiences
(Donaldson, Dollet, & Rao, 2015). Although there are self-help books, frameworks, and
suggestions that address many of the topics positive psychology addresses, positive psychology
differs from self-help in that it is empirically tested.
Positive psychology is a relatively new field that Seligman set out as one of his initiatives
as president in his 1999 American Psychological Association Presidential Address. He called for
a turn toward positive psychology, where the focus would move from addressing mental illness
and deficits toward building strengths and surpluses (Fowler, Seligman, & Koocher, 1999).
Before Seligman introduced positive psychology in 1999, psychology focused on understanding
psychological maladies or distresses (Seligman, 2011). It addressed pathologies rather than the
everyday functioning of people without pathologies or those who were thriving.
One metaphor that illustrates this change is a number line. Before the introduction of
positive psychology, psychology was centered on learning how to move people from an
existence characterized by negative numbers to a neutral point. In contrast, positive psychology
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examines how to move people from a neutral point toward positive numbers (Gable & Haidt,
2005). Other fields study a more broad range of functioning, but before the introduction of
positive psychology, the field of psychology had not (Sheldon & King, 2001). Therefore, rather
than occupying its own field, positive psychology is an expansion of the field of psychology. It is
a turn toward encompassing a more holistic human experience.
Frameworks of positive psychology. There are many frameworks for what comprises a
life well lived. Seligman (2011) explains through his “PERMA” model that there are five
elements that compose well-being: positive emotions, engagement, relationships, meaning, and
accomplishment. These are the building blocks to well-being because (1) they are strongly
correlated with measures of subjective well-being; (2) many people pursue them for their own
sake rather than only receiving them as a byproduct; (3) they lead to specific interventions to
build well-being; and (4) each can be measured on its own (Seligman, 2018). PERMA, however,
is not exhaustive of all building blocks of well-being because there are other elements that could
be included like vitality, health, and responsibility (Seligman, 2018). These building blocks are
vehicles toward well-being rather than just measures of well-being.
Other psychologists also have frameworks and models for well-being. For example,
psychologist Isaac Prilleltensky (2016), has a model called “ICOPPE” which breaks down wellbeing into interpersonal, communal, occupational, physical, psychological, and economic.
Unlike PERMA, these are the types of well-being rather than its building blocks. Happiness and
well-being are multifaceted. Because happiness is not caused by just one thing, it cannot be
measured easily (E. Diener, personal communication, October 6, 2018). Rather, well-being is
complex. Because of this complexity, positive psychology practitioners encourage interventions
that increase elements of well-being as well as measurements of well-being itself.
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The importance of positive psychology. The expansion of psychology to include more
positive elements has shifted the balance of the research done within the field. Rather than
focusing only on mental illness, there is more of a focus on what makes people thrive (Pawelski,
2016; Gable & Haidt, 2005). This shift has steadily increased the amount of research conducted
on topics of well-being and a life worth living within the field of psychology (Donaldson,
Dollwet, & Rao, 2015). Publications related to positive psychology in organizational,
educational, and health psychology have increased (Donaldson & Ko, 2010; Froh, Huebner,
Youssef, & Conte, 2011; Schmidt, Raque-Bogdan, Piontkowski, & Schaefer, 2011). This uptick
has informed the work that many professionals do, both inside and outside the field of
psychology (Pawelski, 2016). Governments and schools worldwide have implemented ideas
from positive psychology (Vella-Brodrick, 2014). The swing towards the positive has caused
professionals, including psychotherapists, educators, attorneys, and physicians, to elevate their
work through incorporating findings from positive psychology (Pawelski, 2016). The
suggestions put forth here should allow workshop facilitators to incorporate positive psychology
into their work as well.
Worldwide studies of people show that most people self-report that they are at least
moderately happy (Myers, 2000). This highlights the importance of psychology addressing a life
well lived for people who feel neutral or happy but are not necessarily seeking to alleviate
pathologies. In addition to being sought for its own sake, high levels of well-being, satisfaction
with life, and happiness are associated with important improvements in elements of life such as
improved physical health, work life, relationships, and other successful outcomes (Diener, et al.,
2017; Lyubomirsky, King, & Diener, 2005). Given the benefits of well-being and positive
psychology’s status as a new branch of psychology, it is imperative for positive psychology
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practitioners to share their findings about the drivers of well-being so that the results are easily
accessible. Social connection is one of those drivers, and this Capstone seeks to translate the
findings of positive psychology research into practice in a meaningful way using research on
social connection.
Social Connection: Belonging and Mattering
Connection relates to many elements of both the PERMA and ICOPPE models of wellbeing. As discussed below, connection can bring positive emotions and engagement; is necessary
for positive relationships; is associated with meaning; and is useful to increase the effects of
achievement, engagement, and positive emotions. Connecting to others is necessary for
interpersonal and communal well-being and improves occupational and psychological wellbeing.
Connection with other people is an established cornerstone of psychological health
because people have a fundamental need to belong (Baumeister & Leary, 1995). Roy Baumeister
and Mark Leary (1995), however, define this need for belonging as the need to both create and
maintain enduring attachments to people. The context of workshops discussed here does not, by
definition, lead to the maintenance of enduring attachments because workshop participants are
sometimes meeting for the first time and do not always have structures built in to continue their
connections. However, connections can still form and affect well-being. In fact, groups that have
a specified end, like workshop groups, have been found to frequently resist the breaking of their
newfound bonds and show appreciation of those connections through expressing disappointment
at the end of an experience and discussing planning group reunions (Lacoursiere, 1980). Even
without the repeated connections of a longer term relationship or set of group experiences,
people can nonetheless create connections that have immediate and lasting effects on their well-
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being (Dutton, 2014; Fredrickson, 2013a). The specific pieces of social connection discussed in
this Capstone are: (1) belonging and mattering and (2) short-term positive connections. The
sections below describe the definition of these elements and their benefits. Appendix A then sets
out suggestions for facilitators of workshops to increase well-being based on research on these
types of social connection.
Defining belonging and mattering. Humans have a drive to feel like they belong with
other people (Baumeister & Leary, 1995). This belonging, or a sense of enjoying positive
relationships, is an important driver of meaning (Baumeister & Leary, 1995; Smith, 2017).
Belonging has been found to register in the brain. According to psychologists Dominic Packer
and Jay J. Van Bavel (2015), the amygdala, the part of the brain that processes a fight-or-flight
response during a threat, is one part of the brain that processes belonging. Their research shows
that it lights up more when viewing someone who has been identified as in the same social
group, even if the grouping was recent and arbitrary. This is because people who have been
identified as part of the same group quickly become valuable. People get satisfaction from their
collective identities, and being part of a group to which one strongly identifies is associated with
well-being (Haidt, Seder, & Kesebir, 2008). The fact that belonging registers in the brain is
especially powerful for workshops because their groupings can be arbitrary and their experiences
are typically shorter.
Mattering and belonging are closely related. Feelings of belonging must exist in order to
foster feelings of mattering, and feelings of mattering may increase feelings of belonging (France
& Finney, 2009). The term mattering was originally defined as feeling like one is the recipient of
someone else’s attention, that one is important to that person, and that one is needed by that
person for something (Rosenberg & McCullough, 1981). A more current definition is feeling like
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one adds value and is valued (Prilleltensky, 2016). This clarifies its difference from belonging
because belonging to a group does not necessarily entail feeling valued or adding value;
belonging is not enough for mattering (France & Finney, 2009). Feeling valued requires other
people to acknowledge your worth (Prilleltensky, 2016).
One type of belonging or mattering that is particularly important for workshops is mere
belonging. Mere belonging is what happens through even a small cue of social connection to a
group or individual (Walton, Cohen, Cwir, & Spencer, 2012). This type of belonging can be a
very small, chance, connection with someone one does not know. Walton et al. (2012) found that
the mere sense of social connectedness that happens when people learn that they share a birthday
or incidental preferences increased people's motivation to achieve in the domain in which they
were working. The participants in the study showed signs of having adopted other, unfamiliar
people’s goals because of a small social connection of which they were informed. Mere
belonging is a prime construct to utilize in workshops because of the short and relatively easy
and straightforward nature of creating it.
Benefits of belonging and mattering and risks of their lack. Connection through
mattering and belonging has been shown to have positive effects on well-being in areas such as
physical health, motivation, positive affect, and creation of a feeling of community (e.g. Furrer &
Skinner, 2003; Langston, 1994; Blatt & Camden, 2007). In addition to health, social support
reduces current stressors and protects people from future stressors (Gable & Gosnell, 2011). The
absence of connection, as seen in loneliness and isolation, comes with its own risks to both wellbeing and physical health (e.g. Berkman & Syme, 1979; Uchino, Cacioppo, & Kiecolt-Glaser,
1996; Gable & Gosnell, 2011). Intentionally structuring workshops so that they can increase the
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probability of connection through mattering and belonging is important because, based on the
research discussed below, such workshops can benefit physical and psychological well-being.
Physical health benefits of social connection. Higher levels of social integration are
associated with a lower risk of health risks like inflammation, hypertension, and obesity (Yang,
Boen, Geren, Schorpp, & Harris, 2016). Strong social relationships are also associated with
higher survival rates (Holt-Lunstead, Smith, & Layton, 2010). Strong social relationships
strengthen the immune system, extend the lifespan, speed recovery from surgery, and reduce the
risks of both depression and anxiety disorders (Haidt, 2006).
Physical health risks of social isolation. While relationships can positively affect wellbeing and physical health, a lack of relationships can also negatively affect them. Social isolation
substantially increases mortality rate (Berkman & Syme, 1979). A lack of social ties is associated
with poorer functioning cardiovascular, immune, and endocrine systems (Uchino et al., 1996).
There is even evidence that when orphanages used to separate babies based on the fear of germs,
more separated infants died than non-separated infants who were living in dirtier conditions
because of the separated infants’ lack of social contact (Haidt, 2006). Though these examples are
extreme, the evident risk of isolation further strengthens the argument for increasing social
connection through workshops.
Motivation. Research on connection in schools has found that students who feel socially
connected to their classmates and teachers exhibit more motivation in school, even months and
years after the measurements were taken (Furrer & Skinner, 2003). This research points to the
possibility that intentionally facilitating connections between learners as well as with facilitators
may help the participants feel motivated both during the workshop and in the future.
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Feeling of community. Positive interactions that involve connection in terms of
inclusion, a feeling of belonging, sharing emotions, and feeling of mutual benefit foster a sense
of community between people (Blatt & Camden, 2007). A sense of community is a sense that
people belong, that they are important, that they have a shared emotional connection, and that,
should they commit to one another, their needs will be met (McMillan & Chavis, 1986). In an
atmosphere that feels communal, people keep their individuality and differences while also
experiencing togetherness (Blatt & Camden, 2007). People in a community do not have to share
all of their identities and can belong to multiple different communities (Brodsky & Marx, 2001).
When people feel a sense of community, they are more likely to make decisions aligned with
organizational values and norms and to act on the organization’s behalf (McMillan & Chavis,
1986; Blatt & Camden, 2007). A sense of community allows people to feel like they belong
together, which lets them internalize the goals and objectives of the organization and feel more
committed to them (Blatt & Camden, 2007). This is particularly beneficial for a workshop
experience because the experience is short, so more quickly committing to internalizing goals
can be beneficial for making progress quickly.
Social Connection: Short-Term Positive Connections
Defining short-term positive connections. There are ways to create connection in short,
episodic interactions. Psychologists have different terminology for these events as well as their
components, but they agree that they have a high potential for improving well-being. This review
of the literature on connection draws from two important ideas in psychological research:
psychologist Jane Dutton’s (2003) high quality connections and psychologist Barbara
Fredrickson’s (2013a) micro moments of love or positivity resonance. Though these concepts are
distinct, they share some similar qualities. This Capstone refers to an overall concept of short-
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term positive connections (STPCs), which draws on both high quality connections and
love/positivity resonance because their definitional differences are not significant enough to be
separated here. The way HQCs and positivity resonance/love are fostered and experienced and
their benefits for well-being have enough overlap that teasing them out would not be beneficial,
so they are referred to as STPCs in this Capstone.
High quality connections (HQCs) are short-term interactions between two people in
which both people are actively engaged and feel positive regard (Dutton, 2003). According to
psychologists John Paul Stephens, Emily Heaphy, and Jane Dutton (2011), HQCs induce
feelings of vitality, and both people involved feel like they are cared for. They have found that
HQCs have more capacity to carry emotions than other connections. Therefore, HQCs help
people withstand strain in their interactions. These connections can happen anywhere, at any
time, and with any person (Stephens et al., 2011).
Psychologist Barbara Fredrickson (2013) defines similar moments as micro moments of
love or positivity resonance. She defines these brief interactions as having three specific
qualities: shared positive emotions or affect, mutual care, and biobehavioral synchrony. She
explains that these moments can happen every day and with any person as long as the
interactions have these three qualities.
Similarities and differences between HQC and love/positivity resonance. Neither
HQCs nor positivity resonance require the people involved to have a preexisting relationship in
order to occur (Dutton, 2003; Major, Nguyen, Lundberg, & Fredrickson, 2018). This highlights
the daily potential for these STPCs because they can be between anyone in the right conditions.
Additionally, during both HQCs and positivity resonance, the people involved have a positive
experience. Positivity resonance research describes it as shared positive affect or emotion, and
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the literature on both concepts describes a positive subjective experience as a key ingredient
(Fredrickson, 2013a; Dutton, 2003).
Exhibiting presence makes both HQCs and positivity resonance more likely to occur.
Frederickson (2013a) lists the ways people can make positivity resonance occur more often: by
paying attention, making eye contact, and, when appropriate, touching the person who is being
engaged. Similarly, respectful engagement is a pathway to HQCs (Dutton, 2003). Dutton (2003)
explains psychological presence as an important element of respectful engagement. She explains
that this can happen through body language, being physically and emotionally available, and
reducing distractions. Though not identical concepts, both HQCs and positivity resonance
require similar elements of presence.
Though these two types of STPCs are similar, they also have key differences. Positivity
resonance entails a biobehavioral synchrony, a feature that is not necessary for a connection to be
categorized as a HQC. Biobehavioral synchrony describes the similar biological and behavioral
processes that people have been shown to share in moments of connection (Fredrickson, 2013a).
It includes synchronized body movements as well as neurological synchrony, which have been
found to be linked to building rapport and understanding (Vacharkulksemsuk & Fredrickson,
2012; Stephens, Silbert, & Hasson, 2010). HQCs are not described as lacking biobehavioral
synchrony; biobehavioral synchrony is just not a prerequisite or a part of the definition of a
HQC.
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Figure 1: Adapted from Dutton (2003) and Fredrickson (2013a)

Though both HQCs and positivity resonance have elements of a mutual experience, they
differ in the precise definition of what is mutually felt. The feeling of mutuality described in the
experience of HQCs is specifically related to the definition of mutuality from psychologists
Genero, Miller, Surrey, and Baldwin (1992): the exchange of thoughts, feelings, and activity
between two people that goes both directions (Dutton, personal communication, June 27, 2019).
They find that such mutuality facilitates the growth of relationships. Experiences of positivity
resonance, conversely, have a shared sense of mutual care which is specifically about peoples’
investment in one another’s well-being.
Benefits of STPCs. STPCs can improve several aspects of well-being, including (1)
workplace performance, (2) energy, (3) positive emotions, (4) physical health, (5) intellectual
processing, and (6) organizational bonds.
STPCs are associated with increases in well-being overall as well. Positive connections
are associated with an increase in subjective experiences (Blatt & Camden, 2007). Experiences

CONNECTION IN WORKSHOPS

22

of positivity resonance build well-being by building rapport, bonding people, and increasing trust
(Fredrickson, 2013a). HQCs affirm peoples’ value and worth, and they help people build purpose
(Dutton, 2014). Purpose is closely related to meaning, a building block of well-being as a piece
of PERMA (Seligman, 2011).
Many of the elements detailed below are related to other building blocks of well-being.
The associated increase in workplace performance that comes from HQCs can be tied to the “A”
in PERMA: achievement. The resulting increase in energy or vitality can be tied to the “V” that
Seligman (2018) notes could be part of PERMA. Finally, an increase in positive emotions relates
to the “P” in PERMA: positive emotions (Seligman, 2011).
Workplace performance. Connections that feel positive to both people have been shown
to increase an individual’s workplace performance (Blatt & Camden, 2007). In addition to an
overall workplace performance increase, elements of STPCs are associated with other beneficial
workplace boosts. STPCs have been shown to allow people to engage more fully with their work
because they make people feel safe enough to express feelings, such as uncertainty, which can be
necessary to feel fully connected to a task (Lewin & Regine, 2000). Another study finds that
when people make HQCs, they feel like they have more time and concentration to devote to their
work (Dutton, 2003). HQCs also make people more resourceful (Dutton, 2014).
Positive connections are specifically helpful in the workshop context because positive
connections have been found to be the glue that holds temporary workers together in the absence
of continuity within the workplace (Blatt & Camden, 2007). Though sometimes workshop
participants know one another outside of the workshop, workshops are usually temporary
situations. Therefore, positive connections can be particularly powerful in bonding workshop
participants.
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Energy/vitality. Every interaction we experience can either increase or decrease our
levels of energy (Dutton, 2003). Specifically, building and sustaining HQCs within organizations
can both stimulate and reestablish energy, which Dutton (2003) defines as the state of being both
eager to act and able to act. She explains that energy and a sense of vitality are renewable
resources and HQCs are a great way to renew them. Similarly, Fredrickson (2013a) explains that
experiences of positivity resonance also build energy. In the workshop setting in particular,
STPCs can be strategically used to create, maintain, or renew energy, revitalizing such a short
experience for its participants.
Positive emotions. An increase in energy frequently comes alongside an increase in
positive emotions, which have an effect of their own. Positive feelings activate what Fredrickson
(2013b) calls an upward spiral, in which positive emotions and elements such as trust and
openness feed off of one another and grow. An increase in positive emotions also activates what
she calls the broaden and build cycle. This cycle, Fredrickson (2009) explains, illustrates how
experiencing positive emotions broadens the cognitive scope allowing people to both take in
more information on the periphery and explore more creative options. In addition to broadening
the cognitive scope, experiencing positive emotions allows people to build psychological and
physical resources (Fredrickson, 2013b). Overall, the broaden and build theory explains that
positive emotions broaden people’s outlooks so that they have more possibilities at their disposal
and can more easily access a variety of thoughts and actions. Fredrickson (2013b) also notes that
positive feelings expand the sense of self by dimming the boundary between the self and others.
This is what causes people to want to help others after experiencing a positive moment.
Workshop facilitators can thus use the suggestions listed in the appendices to create situations in
which STPCs are likely to happen so that the facilitators can create opportunities to increase
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positive emotions which could enact an upward spiral as well as allow participants to broader
their scope and build resources.
This is particularly powerful because happiness is contagious to up to three degrees of
separation (Fowler & Christakis, 2009). The positive emotions and upward spiral could help
people become happy, and people who are surrounded with happy people are more likely to be
happy in the future. This places workshops in the position of being able to create and spread
positive emotions and build positive resources to spread happiness past the boundaries of the
workshop’s walls.
Physical health. Psychologists Emily Heaphy and Jane Dutton (2008) argue that short
positive interactions have an important physiological impact. They compiled research that
suggests that positive social interactions in the workplace correlate with positive effects on the
cardiovascular, neuroendocrine, and immune systems. HQCs have even been found to provide
physical benefits such as an improved immune system, lower blood pressure, and reduced stress
(Dutton, 2003).
Intellectual processing. Social interactions can also provide benefits for intellectual
tasks. Two studies found that social interactions as short as ten minutes can increase processing
speed and working memory performance for subjects in a variety of age groups when compared
with intellectual warm-up tasks (Ybarra et al., 2008). One of these studies was correlational and
one was experimental. This means that people can reap intellectual benefits from interactions
which is particularly beneficial in the workshop context in which participants are frequently
learning. Neither the beneficial outcome in processing speed nor working memory performance
was specifically tied to positive interactions (Ybarra et al., 2008). This points to the benefits of
social interactions, regardless of the positivity of the interactions. Though this Capstone is

CONNECTION IN WORKSHOPS

25

directed at increasing the likelihood of belonging, mattering, and STPCs, this shows that even if
the connections are not positive, they could still have an intellectual benefit for participants.
Organizational benefits. HQCs increase people’s ability to cooperate and coordinate
within organizations (Dutton, 2003). They also enhance the bonds people have with a group and
strengthen the commitment people have to their organizations. When there is a question to be
answered, HQCs have been found to encourage people to have open conversations until they can
get to the right answer which is helpful for group learning (Dutton, 2003). These benefits are
particularly helpful in the workshop scenario because people are less familiar with one another
than they would typically be in organizations, so cooperation and coordination may be harder to
achieve than in a typical workplace.
Psychological safety. HQCs of people who work in the same place are associated with
higher levels of psychological safety and trust (Stephens et al., 2011). This association is
particularly strong because of the benefits that come along with psychological safety itself for
workshops in particular. Because of the beneficial power of psychological safety, more
information about this benefit is highlighted below than that of any other benefit of either belong
and mattering or STPCs.
Definition of psychological safety. The way people feel in a situation affects the way they
will choose to act (Khan, 1992). Psychological safety is the describes feeling like an environment
or situation is safe enough to take interpersonal risks (Edmondson, 1999). A climate of
psychological safety is one in which there are norms, practices, and procedures that are enacted
either formally or informally that support trusting interactions (Baer & Frese, 2003). This is
important because people care, both consciously and unconsciously, about the impressions that
other people have of them, and those impressions dictate the willingness people have to take
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risks that might compromise these impressions (Edmonson, 2008). This is particularly beneficial
for workshops because risk-taking, as detailed below, is necessary for growth through learning.
Benefits of psychological safety. Psychological safety has several benefits, including (1)
allowing people to live into their identities, (2) helping teams work better together, and (3)
improving learning.
Psychological safety has been found to allow people to live into their identities. Social
identity literature defines identification as the way people define and communicate the definition
of themselves without fear which is similar to the definition of psychological safety. (Singh,
Winkel, & Selvarian, 2013). Acting in accordance with one’s perception of their true self is
fundamental to identifying as an individual (Ashforth, Harrison, & Corley, 2008). Psychological
safety is therefore important to the expression of one’s true self (Singh et al., 2013).
Workplace diversity is on the rise, and it is expected to continue to increase (Buttner,
Lowe, & Billings-Harris, 2009). A rise in demographic diversity at work is associated with a rise
in (1) workplace discrimination, (2) negative workplace attitudes, and (3) minority employees
leaving their places of work (Avery & McKay, 2010). Accumulation of micro aggressions, a
form of such discrimination, has a detrimental effect on mattering and well-being (Prilleltensky,
2016). Though workshops do not directly address workplace and employee retention, there is a
heavy overlap between a workplace and the time in which people come together to accomplish a
goal through a workshop. Therefore, these discouraging statistics about the workplace add an
extra need for psychological safety during workshops.
In fact, a lack of psychological safety has been found to negatively affect racial
minorities in the workplace more than their white counterparts (Singh et al., 2013). Further,
climates that are supportive of diversity, or climates that support inclusion and equal
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opportunities for all, have been found to be more powerful for Black employees than their white
counterparts (McKay et al., 2007). This could be because identification by race is stronger for
racial minorities than for white people, and racial minorities therefore react more strongly to
discrimination in the workplace (Merritt, Ryan, Mack, Leeds, & Schmitt, 2010). This means that
increasing psychological safety through building opportunities for connection can be seen as a
small act of increasing social justice in the workshop setting.
In addition to allowing people to live into their identities, teams that work within a
psychologically safe climate have a smoother time working with one another (Baer & Frese,
2003). Safety is the foundational building block of a group culture (Coyle, 2018). People who
feel more psychologically safe have been found to be moderately more likely to exhibit
citizenship behaviors, behaviors that are helpful to the group but are not included in formal
occupational role descriptions (Frazier, Fainschmidt, Klinger, Pezeshkan, & Veselina, 2017).
Though not all workshops require teamwork to create something new, most require people to
interact or work together in some manner. Therefore, psychological safety is important to
improving the experience of working together in workshops.
Psychological safety also aids in both learning and goal attainment. When people think
the context they are working in is safe and that they can collaborate and get feedback, they share
more information (Nembhard & Edmondson, 2011). This sharing of information is how learning
and change happen within organizations (Edmondson & Lei, 2014). Psychological safety
increases team performance because it increases team learning (Huang, Chu, & Jiang, 2008). In
addition to learning as an organization, individual learning is also positively correlated with
psychological safety because it allows people to step away from their worries of being seen in a
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negative light and gives them the freedom to relax and learn through questioning (Edmondson,
2008)
Psychological safety has been found to enhance the motivating effects of goals on
behavior (Edmondson, 2008). Psychologically safe climates have been found to be correlated
with goal achievement across large organizations as well as small teams (Baer & Frese, 2003).
This means that the research applies on a wider scale than just a work team, so workshops should
be able to take advantage of the goal attainment benefit of psychological safety, too.
Finally, psychological safety has been found to be strongly related to prohibitive voice,
the expressions of elements that group members see that could be harmful to the group (Liang,
Farh, & Farh, 2012). Expressing concerns is particularly helpful in workshops because
knowledge of participant concerns could help facilitators adapt future programming. It also helps
facilitators more easily spot risks of harm or inefficiency. I hypothesize that participants being
more willing to express concerns could also increase the satisfaction of the workshop group
because people may share concerns that someone else might also be feeling.
Application of the Research: A Guide to Fostering Connection in Workshops to Increase
Well-Being
Connection is an effective lever for well-being. The following research-based suggestions
have been created to leverage the power of connection through workshops. These suggestions
draw on many fields of research but primarily come from positive psychology and organizational
behavior. Though the suggestions themselves have not been tested, they are based on research
done in either a similar context or a context that can be extrapolated to apply. The goal is for
workshop facilitators to use these suggestions to increase the probability of connection and the
probability that their participants will flourish.
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In Appendix A: Fostering Connection in Workshops to Increase Well-Being, you will
first find a page of overall considerations to make when planning a workshop followed by
suggestions to: (1) use norms of presence and respectful listening, (2) create opportunities for
participants to help one another, (3) create structures for people to share information and
gratitude, (4) collect additional information from participants and use it strategically to create
belonging, and (5) make your work playful.
For facilitators who are not already employing the suggestions in Appendix
A, this Capstone builds on their toolkit. For the facilitators who are already employing these
practices, this research can support them in recognizing the research supporting their practice.
This could increase their confidence as well as their ability to pass on knowledge to the
participants so that they can be armed with both practices to use and their potential researchbased positive effects. Many organizations do not yet prioritize connection, so these suggestions
could also help those who are passionate about connection provide research-supported reasons
that it should be prioritized in workshops as well as in the workplace overall. Though the
suggestions are specific to a workshop context, they are extrapolated from research in both
positive psychology and the workplace generally, so even those who are not specifically
planning or facilitating workshops should also be able to derive value from this literature review
and the suggestions stemming from it.
The suggested activities and approaches should be adapted to the specific contexts in
which they are implemented. People interact within a variety of systems and conditions that
affect the way they perceive and behave, and it is important to address the specific context of a
particular event and group (Kasworm, Rose, & Ross-Gordon, 2010). These practical suggestions
apply psychological theories and allow facilitators to experiment with new strategies within their
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existing context. By layering their context and lived experience onto these suggestions and
making them on their own, facilitators can continue to improve these research-based ideas.
Potential Ripple Effect
Part of the potential of these suggestions is explaining their goals and predicted results to
the participants so that they can use them outside of the workshop, creating a ripple effect of
connection and well-being. Facilitators can explain their intentions as the activities happen,
through a follow up after the activity, or by highlighting what has happened at the very end. It
should not disrupt the flow of the workshop.
Context and Style
It is imperative that the facilitator overlay their experiences as well as the context of the
workshop onto these suggestions. Facilitators should find their own style and voice to ensure the
suggestions feel authentic. Not everyone will be drawn to implement every suggestion.
Facilitators should find the suggestions that work best for them, adapt them using their lived
experience and knowledge of their group, and have fun employing the suggestions.
Feedback and Future Suggestions
Feedback on these suggestions as well as recommendations for other facilitators can be
delivered at www.bit.ly/workshopconnection. I intend for this document be interactive in the
future so that the work will continue to incorporate the expertise and experience of workshop
facilitators, and this is the first step in creating that interactivity.
Conclusion
Social connection is a powerful tool for increasing well-being because opportunities to
connect are all around us. Each interaction holds the potential for benefits to well-being, physical
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health, and more. People frequently come together for short experiences to learn in workshops,
and these workshops can be vehicles to realize the unrealized potential of connection.
To make a practical connection between the literature discussed above and workshops,
Appendix A sets out several research-based suggestions that are designed to increase
opportunities for people to connect and glean the benefits of social connection. Facilitators can
put these suggestions into practice and increase the opportunities for their participants to flourish.
They should overlay their experience and knowledge of the context of their workshop to best
cater to the needs of their groups. As facilitators use the suggested tools in ways that align with
their workshop, they can explain the strategies they used so that the participants also leave with
tools to use in other situations to increase opportunities for connection and create opportunities to
increase flourishing.
Opportunities to connect are all around us; we just need to take advantage of them.
Using these suggestions, facilitators can transform workshops into vehicles for encouraging
belonging and mattering as well as short-term positive connections that should increase the
potential for participants to flourish.
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Appendix A: Fostering Connection in Workshops to Increase Well-Being
How to Use This: This document is not a comprehensive tool for planning workshops. There are
many components of adult education that are not included here. This tool is specifically focused
on creating connections. Facilitators can use it while they are brainstorming activities to include
in a workshop or as a check after the activities for a workshop are already planned.

CONNECTION IN WORKSHOPS

33

CONNECTION IN WORKSHOPS

34

CONNECTION IN WORKSHOPS

35

CONNECTION IN WORKSHOPS

36

CONNECTION IN WORKSHOPS

37

CONNECTION IN WORKSHOPS

38

CONNECTION IN WORKSHOPS

39

CONNECTION IN WORKSHOPS

40

CONNECTION IN WORKSHOPS

41

CONNECTION IN WORKSHOPS

42

CONNECTION IN WORKSHOPS

43

CONNECTION IN WORKSHOPS

44

CONNECTION IN WORKSHOPS

45

CONNECTION IN WORKSHOPS

46

CONNECTION IN WORKSHOPS

47

CONNECTION IN WORKSHOPS

48

CONNECTION IN WORKSHOPS

49

CONNECTION IN WORKSHOPS

50

CONNECTION IN WORKSHOPS

51

CONNECTION IN WORKSHOPS

52
References

Ames, D., Flynn, F.J., & Weber, E. (2004). It’s the thought that counts: On perceiving how
helpers decide to lend a hand. Personality and Social Psychology Bulletin, 30(4), 461–
447. doi: 10.1177/0146167203261890
Aronson, E. (2004). Reducing hostility and building compassion: Lessons from the jigsaw
classroom. In A. G. Miller (Ed.), The social psychology of good and evil (pp. 469 – 488).
New York, NY: Guilford Press.
Ashforth, B. E., Harrison, S. H., & Corley, K. G. (2008). Identification in organizations: An
examination of four fundamental questions. Journal of Management, 34(3), 325-374.
Retrieved from http://bi.galegroup.com.proxy.library.upenn.edu/global/article/GALE%
7CA21001402/7c9c3e4b22d49b90b976a0a83591e374?u=upenn_main
Avery, D. R. & McKay, P. F. (2010). Doing diversity right: An empirically based approach to
effective diversity management. International Review of Industrial and Organizational
Psychology, 25, 227–252. doi:10.1002/9780470661628.ch6
Baer, M. & Frese, M. (2003). Innovation is not enough: Climates for initiative and psychological
safety, process innovations, and firm performance. Journal of Organizational Behavior,
24(1), 45–68. doi: 10.1002/job.179
Baumeister, R. F. & Leary, M. R. (1995). The need to belong: Desire for interpersonal
attachments as a fundamental human motivation. Psychological Bulletin, 117,
497-529. http://dx.doi.org/10.1037/0033-2909.117.3.497
Berkman, L. S. & Syme, S. L. (1979). Social networks, host resistance, and mortality: A nineyear follow up study of Alameda County residents. American Journal of Epidemiology,
109(2), 186-204. doi:10.1093/oxfordjournals.aje.a112674

CONNECTION IN WORKSHOPS

53

Blatt, R. & Camden, C.T. (2007). Positive relationships and cultivating community. In J.E.
Dutton & B.R. Ragins (Eds.), Exploring positive relationships at work: Building a
theoretical and research foundation (pp. 243–264). Mahwah, NJ: Lawrence Erlbaum.
Brodsky, A. E. & Marx, C. M. (2001). Layers of identity: Multiple psychological sense of
community within a community setting. Journal of Community Psychology, 29, 161-178.
doi: 10.1002/1520-6629(200103)29:2<161::AID-JCOP1011>3.0.CO;2-1
Buttner, E. H., Lowe, K. B., & Billings-Harris, L. (2009). The challenge of increasing minoritygroup professional representation in the United States: Intriguing findings. The
International Journal of Human Resource Management, 20(4), 771-789. doi:
10.1080/09585190902770604
Cable, D. M., Gino, F., & Staats, B. (2013). Breaking them in or revealing their best? Reframing
socialization around newcomer self-expression. Administrative Science Quarterly, 58(1),
1–36. Retrieved from: http://nrs.harvard.edu/urn-3:HUL.InstRepos:10996793
Carmeli, A. & Gittell, J.H. (2009). High-quality relationships, psychological safety, and learning
from failures in work organizations. Journal of Organizational Behavior, 30(6), 709–29.
doi: 10.1002/job.565
Coyle, D. (2018). The culture code: The secrets of highly successful groups. New York, NY:
Bantam Books.
Creating Norms. (2010). Journal of Staff Development, 31(3), 58–59. Retrieved from:
https://learningforward.org/docs/jsd-june-2010/tool313.pdf?sfvrsn=2
DeNeve, J-E., Diener, E., Tay, L., & Xuereb, C. (2013). The objective benefits of subjective
well-being. In J. F. Helliwell, R. Layard, & J. Sachs (Eds.), World happiness report, 2,
(pp. 54-79). New York: UN Sustainable Development Solutions Network.

CONNECTION IN WORKSHOPS

54

Diener, E., Heintzelmen, S. J., Kushlev, K., Tay, L., Wirtz, D., & Lutes, L. D. (2017). Findings
all psychologists should know from the new science on subjective well-being. Canadian
Psychology, 58(2), 87-104. doi:10.1037/cap0000063
Donaldson, S. I., Dollwet, M., & Rao, M. (2015). Happiness, excellence, and optimal human
functioning revisited: Examining the peer-reviewed literature linked to positive
psychology. The Journal of Positive Psychology, 10, 185–195.
doi:10.1080/17439760.2014.943801
Donaldson, S. I., & Ko, I. (2010). Positive organizational psychology, behavior, and scholarship:
A review of the emerging literature and evidence base. The Journal of Positive
Psychology, 5, 177–191. doi:10.1080/17439761003790930
Dutton, J.E. (2003). Energize your workplace: Building and sustaining HQC connections
at work. San Francisco: Jossey-Bass.
Dutton, J. E. (2014). Creating high-quality connections as a pathway for cultivating purpose.
People and Strategy, 37(2), 9. Retrieved from:
http://webuser.bus.umich.edu.proxy.library.upenn.edu/janedut/Additional%20PDFs/HRP
S%2037.2_Perspectives_Point_Counterpoint.pdf
Edmondson, A. (1999). Psychological safety and learning behavior in work teams.
Administrative Science Quarterly, 44, 350–383. http://dx.doi.org/10.2307/2666999
Edmondson, A. C. (2008) Managing the risk of learning: Psychological safety in work teams. In
M. A. West, D. Tjosvold, & K. G. Smith (Eds.) International handbook of organizational
teamwork and cooperative working. (pp. 255-276). West Sussex, England: John Wiley &
Sons.

CONNECTION IN WORKSHOPS

55

Edmondson, A. C. & Lei, Z. (2014). Psychological safety: The history, renaissance, and future of
an interpersonal construct. Annual Review of Organizational Psychology and
Organizational Behavior, 1, 23-43. http://dx.doi.org/10.1146/annurev-orgpsych-031413091305
Forsetlund, L., Bjørndal, A., Rashidian, A., Jamtvedt, G., O’Brien, M. A., Wolf, F. M.,…
Oxman, A. D. (2009). Continuing education meetings and workshops: Effects on
professional practice and health care outcomes. Cochrane Database of Systematic
Reviews, 2. doi:0.1002/14651858.CD003030.pub2
Fowler, J. H. & Christakis, N. A. (2008). Dynamic spread of happiness in a large social network:
Longitudinal analysis of the Framingham Heart Study social network. British Medical
Journal, 377, 23-37. doi:10.1136/bmj.a2656
Fowler, R. D., Seligman, M. E. P., & Koocher, G. P. (1999). The APA 1998 Annual Report.
American Psychologist, 54(8), 537-568.
France, M. K. & Finney, S. J. (2009). What matters in the measurement of mattering? A
construct validity study. Measurement and Evaluation in Counseling and Development,
42(2). 104-120. doi: 10.1177/0748175609336863
Frazier, M. L., Fainshmidt, S., Klinger, R.L., Pezeshkan, A., & Veselina, V. (2017).
Psychological safety: A meta-analytic review and extension. Personnel Psychology, 70,
113-165. doi: 10.1111/peps.12183
Fredrickson, B. L. (2013a). Love 2.0: Creating happiness and health in moments of connection.
New York, NY: Penguin Group.
Fredrickson, B. L. (2013b). Positive emotions broaden and build. In P. Devine & A. Plant (Eds.)
Advances in experimental social psychology, 47, 1-53. Burlington, VT: Academic Press.

CONNECTION IN WORKSHOPS

56

Froh, J. J., Huebner, E. S., Youssef, A. J., & Conte, V. (2011). Acknowledging and appreciating
the full spectrum of the human condition: School psychology’s (limited) focus on
positive psychological functioning. Psychology in the Schools, 48, 110–123. doi:
10.1002/pits.20530
Furrer, C. & Skinner, E. (2003). Sense of relatedness as a factor in children’s academic
engagement and performance. Journal of Educational Psychology, 95,148–162.
doi:10.1037/0022-0663.95.1.148
Gable, S. L., Gonzaga, G. C., & Strachman, A. (2006). Will you be there for me when things go
right? Supportive responses to positive event disclosures. Journal of Personality and
Social Psychology, 91(5), 904-917. doi: 10.1037/0022-3514.91.5.904
Gable, S. G. & Gosnell, C. L. (2011). The positive side of close relationships. In K. M. Sheldon,
T. B. Kashdan, & M. F. Steger (Eds.), Designing positive psychology: Taking stock and
moving forward, (pp. 265 – 279). New York, NY: Oxford University Press.
doi:10.1093/acprof:oso/9780195373585.003.0017
Gable, S. L. & Haidt, J. (2005). What (and why) is positive psychology? Review of General
Psychology, 9(2), 103-110. doi: 10.1037/1089-2680.9.2.103
Gable, S.L., Reis, H.T., Impett, E.A., & Asher, E.R. (2004). What do you do when things go
right? The intrapersonal and interpersonal benefits of sharing positive events. Journal of
Personality and Social Psychology, 87(2), 228-245.
doi:10.1093/acprof:oso/9780195373585.001.0001
Genero, N. P., Miller, J. B., Surrey, J., & Baldwin, L. M. (1992). Measuring perceived mutuality
in close relationships: Validation of the mutual psychological development questionnaire.
Journal of Family Psychology, 6(1), 36-48.

CONNECTION IN WORKSHOPS

57

Grant, A., & Berg, J. (2009). Serious play: The quest for legitimacy in resisting institutional
pressures. Working paper, Wharton Business School, Philadelphia, PA.
Grant, A.M. & Gino, F. (2010). A little thanks goes a long way: Explaining why gratitude
expressions motivate prosocial behavior. Journal of Personality and Social Psychology,
98, 946–955. doi: 10.1037/a0017935
Griffin, G. A. (1983). Introduction: The work of staff development. Staff development, eightysecond yearbook of the National Society for the Study of Education, 48-55.
Guskey, T. R. (2002). Professional development and teacher change. Teachers and Teaching:
Theory and Practice, 8(3), 381-391. doi: 10.1080/135406002100000512.
Haidt, J. (2006). The happiness hypothesis: Finding modern truth in ancient wisdom. New York,
NY: Basic Books.
Haidt, J., Seder, P., & Kesebir, S. (2008). Hive psychology, happiness, and public policy.
Journal of Legal Studies, 37, S133-S156. doi:10.1086/529447
Harzer, C. & Ruch, W. (2012). When the job is a calling: The role of applying one’s signature
strengths at work. The Journal of Positive Psychology, 7, 362–371.
doi:10.1080/17439760.2012.702784.
Harzer, C. & Ruch, W. (2014). The role of character strengths for task performance, job
dedication, interpersonal facilitation, and organizational support. Human Performance,
27, 183–205. doi:10.1080/ 08959285.2014.913592
Harzer, C. & Ruch, W. (2015). The relationships of character strengths with coping, workrelated stress, and job satisfaction. Frontiers in Psychology, 6(165).
doi:10.3389/fpsyg.2015.00165

CONNECTION IN WORKSHOPS

58

Huang, C. C., Chu., C. Y., & Jiang, P. C. (2008). An empirical study of psychological safety and
performance in technology R&D teams. Proceedings of the International Conference on
Innovations in Business and Management, 1423–1427. Piscataway, NJ: IEEE.
Heaphy, E. D. & Dutton, J. E. (2008). Positive social interactions and the human body at work:
Linking organizations and physiology. The Academy of Management Review, 33(1), 137162. Retrieved from: https://www.jstor.org/stable/20159380
Holt-Lunstad, J., Smith, T. B., & Layton, J. B. (2010). Social relationships and mortality risk: A
meta-analytic review. Public Library of Science: Medicine, 7(7).
http://dx.doi.org/10.1371/journal.pmed.1000316
Justice, T. & Jamieson, D. W. (2012). The facilitator's fieldbook. Retrieved from
https://ebookcentral-proquest-com.proxy.library.upenn.edu
Kahn, W. (1992). To be fully there: Psychological presence at work. Human Relations, 45(5),
321–349. Retrieved from https://proxy.library.upenn.edu/login?url=https://searchproquest-com.proxy.library.upenn.edu/docview/231487831?accountid=14707
Kasworm, C. E., Rose, A. D., & Ross-Gordon, J. M. (2010) Handbook of Adult and Continuing
Education. Thousand Oaks, CA: SAGE Publications.
Lacoursiere, R. B. (1980). The life cycles of groups: Group developmental stage theory. New
York: Human Sciences Press.
Langston, C.A. (1994) Capitalizing on coping with daily-life events: Expressive responses to
positive events. The Journal of Personality and Social Psychology. 67(6), 1112-115.
http://dx.doi.org/10.1037/0022-3514.67.6.1112
Lewin, R., & Regine, B. (2000). The soul at work: Listen, respond, let go: Embracing complexity
science for business success. Orion Business.

CONNECTION IN WORKSHOPS

59

Liang, J., Farh, C. I. C., & Farh, J. L. (2012). Psychological antecedents of promotive and
prohibitive voice: A two-wave examination. Academy of Management Journal, 55(1),
71–92. http://dx.doi.org/10.5465/amj.2010.0176
Lilius, J. M., Worline, M. C., Dutton, J. E., Kanov, J. M., & Maitlis, S. (2011). Understanding
compassion capability. Human Relations, 64(7), 873-899. doi:
10.1177/0018726710396250
Lyubomirsky, S., King, L., & Diener, E. (2005). The benefits of frequent positive affect: Does
happiness lead to success? Psychological Bulletin, 131(6), 803-855. doi: 10.1037/00332909.131.6.803
Major, B. C., Nguyen, K. D. L., Lundberg, K. B., & Fredrickson, B. L. (2018). Well-being
correlates of perceived positivity resonance: Evidence from trait and episode-level
assessments. Personality and Social Psychology Bulletin, 44(12), 1631-1647. doi:
10.1177/0146167218771324
McKay, P. F., Avery, D. R., Tonidandel, S., Morris, M. A., Hernandez, M., & Hebl, M. (2007).
Racial differences in employee retention: Are diversity climate perceptions the key?
Personnel Psychology, 60, 35–62. doi:10.1111/j.1744-6570.2007.00064.x
McMillan, D. W. & Chavis, D. M. (1986). Sense of community: A definition and theory.
American Journal of Community Psychology, 14, 6-23. doi: 10.1002/15206629(198601)14:1<6::AID-JCOP2290140103>3.0.CO;2-I
Merriam, S. B. & Bierema, L. L. (2014). Adult learning: Linking theory and practice. San
Francisco, CA: Jossey-Boss.

CONNECTION IN WORKSHOPS

60

Merritt, S. M., Ryan, A. M., Mack, M. J., Leeds, J. P., & Schmitt, N. (2010). Perceived ingroup
and outgroup preference: A longitudinal causal investigation. Personnel Psychology, 63,
845–879. doi:10.1111/j.1744-6570.2010.01191.x
Messmer, M. (1998). Improving your listening skills. Management Accounting, 79(9), 14.
Retrieved from https://link-galegroupcom.proxy.library.upenn.edu/apps/doc/A20522759/AONE?u=upenn_main&sid=AONE
&xid=03c6ac9c
Myers, D. G. (2000). The funds, friends, and faith of happy people. American Psychologist,
55(1), 56-67. doi: 10.1037//0003-066X.55,1.56.
Nembhard, I. M. & Edmondson, A. C. (2006). Making it safe: The effects of leader inclusiveness
and professional status on psychological safety and improvement efforts in health care
teams. Journal of Organizational Behavior, 27, 941–966. doi:10.1002/job.413
Niemiec, R. M. (2018). Character strengths interventions: A field guide for practitioners.
Boston, MA: Hogrefe Publishing.
Packer, D. & Van Bavel, J. (2015). The dynamic nature of identity: From the brain to behavior.
In N. Branscombe & K. Reynolds (Eds.) The psychology of change: Life contexts,
experience, and identities. Hove, UK: Psychology Press.
Park, N., Oates, S., & Schwarzer, R., (2013). Obituaries Christopher Peterson "Other People
Matter," Applied Psychology: Health and Well-Being, 5(1), 1-4. doi:10.1111/aphw.12007
Parker, P. (2018). The art of gathering: How we meet and why it matters. New York, NY:
Penguin.

CONNECTION IN WORKSHOPS

61

Pawelski, J. (2016). Defining the ‘positive’ in positive psychology: Part I. A descriptive analysis,
The Journal of Positive Psychology, 11(4), 339-356. doi:
10.1080/17439760.2015.1137627
Pearsall, M. J. & Ellis, A. P. J. (2010). Thick as thieves: The effects of ethical orientation and
psychological safety on unethical team behavior. Journal of Applied Psychology, 96(2),
401-411. doi: 10.1037/a0021503
Pentland, A. (2008). Honest signals. Cambridge, MA: MIT Press.
Prilleltensky, I. (2016). The laughing guide to well-being:Using humor and science to become
happier and healthier. Lanham, MD: Rowman and Littlefield.
Rashid, T. & Seligman, M. (2018). Positive psychotherapy: Workbook. New York, NY: Oxford
University Press
Rosenberg, M. & McCullough, C. (1981). Mattering: Inferred significance and mental health
among adolescents. In R. G. Simmons (Ed.). Research in community and mental health
(163-183). Greenwich, CN: Jai Press.
Rousseau, D. M. (2007). A sticky, leveraging, and scalable strategy for high-quality connections
between organizational practice and science. The Academy of Management Journal,
50(5), 1037-1042. doi: 0.2307/20159910
Schmidt, C. K., Raque-Bogdan, T. L., Piontkowski, S., & Schaefer, K. L. (2011). Putting the
positive in health psychology: A content analysis of three journals. Journal of Health
Psychology, 16, 607–620. doi: 10.1177/1359105310384296
Seligman, M. (2011). Flourish. New York, NY: Atria.
Seligman, M. (2018). PERMA and the building blocks of well-being. The Journal of Positive
Psychology, 13(4), 333-335. doi: 10.1080/17439760.2018.1437466.

CONNECTION IN WORKSHOPS

62

Shahzad, R. (2017). What is the significance of acknowledging the Indigenous land we stand on?
Retrieved from: https://www.cbc.ca/news/canada/toronto/territorial-acknowledgementsindigenous-1.4175136
Sheldon, K. M & King, L. (2001). Why positive psychology is necessary. American
Psychologist, 56(3), 216-217. doi: 1O.1O37//OOO3-O66X.56.3.216
Singh, B., Winkel, D. E., & Selvarajan, T. T. (2013). Managing diversity at work: Does
psychological safety hold the key to racial differences in employee performance? Journal
of Occupational and Organizational Psychology, 86, 242-263. doi: 10.1007/s10551-0111011-x
Stephens, J. P., Heaphy, E., & Dutton, J (2011). High-quality connections. In G. M. Spreitzer &
K. S. Cameron (Eds.), The oxford handbook of positive organizational scholarship. (pp.
1-28). Oxford, UK: Oxford University Press.
Stephens, G. J., Silbert, L. J., & Hasson, U. (2010). Speaker-listener neural coupling underlies
successful communication. Proceedings of the National Academy of Sciences, 107(32),
14425-14430. Retrieved from: www.pnas.org/cgi/doi/10.1073/pnas.1008662107
Smith, E. E. (2017). The power of meaning: Crafting a life that matters. New York, NY: Crown.
Tulving, E. & Schacter, D. L. (1990). Priming and human memory systems. American
Association for the Advancement of Science, 247(4940), 301-306. Retrieved from:
https://www-jstor-org.proxy.library.upenn.edu/stable/2873625
Uchino, B. N., Cacioppo, J. T., & Kiecolt-Glaser, J. K. (1996) The relationship between social
support and physiological processes: A review with emphasis on underlying mechanisms
and implications for health. Psychological Bulletin, 119(3), 488-531. Retrieved from:

CONNECTION IN WORKSHOPS

63

https://proxy.library.upenn.edu/login?url=https://search-proquestcom.proxy.library.upenn.edu/docview/1791735545?accountid=14707
Vacharkulksemsuk, T. & Fredrickson, B. L. (2012). Strangers in sync: Achieving embodied
rapport through shared movements. Journal of Experimental Psychology, 48, 399-402.
doi: https://doi.org/10.1016/j.jesp.2011.07.015
Vella-Brodrick, D. A. (2014). Dovetailing ethical practice and positive psychology to promote
integrity, industriousness, innovation, and impact. In A. C. Parks & S. M Schueller
(Eds.), The Wiley Blackwell handbook of positive psychological interventions (pp. 416432). Chichester, UK: Wiley Blackwell.
Walton, G. M., Cohen, G. L., Cwir, D., & Spencer, S.J. (2012). Mere belonging: The power of
social connections. Journal of Personality and Social Psychology, 102(3). 513-532. doi:
0.1037/a0025731
Ward, A. F., Duke, K., Gneezy, A., & Bos, M. W. (2017). Brain drain: The mere presence of
one's own smartphone reduces available cognitive capacity. Journal of the Association
for Consumer Research, 2(2), 140-154. http://dx.doi.org/10.1086/691462
West, S. E., Hoff, E., & Carlsson I. (2016). Play and productivity: Enhancing the creative climate
at workplace meetings with play cues. American Journal of Play, 9(1), 71-86. Retrieved
from https://link-galegroup.com.proxy.library.upenn.edu/apps/doc/A492536717/
AONE?u= upenn_main&sid=AONE&xid=efb21d86
Yang, Y. C., Boen, C., Gerken, K., Li, T., Schorpp, K., & Harris, K. M. (2016). Social
relationships and physiological determinants of longevity across the human life span.
Proceedings of the National Academy of Sciences of the United States of America, 113,
578 –583. http://dx.doi.org/10.1073/pnas.1511085112

CONNECTION IN WORKSHOPS

64

Ybarra, O., Burnstein, E., Winkielman, P., Keller, M.C., Manis, M., Chan, E., & Rodriquez, J.
(2008). Mental exercising through simple socializing: Social interaction promotes general
cognitive functioning. Personality and Social Psychology Bulletin, 34(2), 248–259. doi:
10.1177/0146167207310454
Yeager, D. S., Purdie-Vaughns, V., Garcia, J., Apfel, N., Brzustoski, P., Master, A.,…Cohen, G.
L. (2014). Breaking the cycle of mistrust: Wise interventions to provide critical feedback
across the racial divide. Journal of Experimental Psychology: General, 143(2), 804-824.
doi: 10.1037/a0033906

